The study assessed the training needs of extension agents in Edo State Agricultural Development Programme (ESADP). The study specifically examined the socio-economic characteristics of the respondents, tasks and new tasks performed by them and the task areas in which they needed further training. Using structured questionnaire, data were collected from seventy six (76) randomly selected extension agents in 3 agricultural zones of Edo State. Findings revealed that the mean age of the respondents was 41.7 years. More than half (55.3%) of them holders of National Diploma (ND) and about seventy two percent of the respondents had been working in extension service for 6 and 7 years. 
INTRODUCTION
The agricultural development programme (ADP) system in Nigeria was institutionalized in 1974 with funding assistance from the World Bank, Federal and State Governments. Edo State ADP was one of the ADPs established in 1985 as Bendel State ADP o However, in 1991 Bendel ADP was bifurcated into Edo and Delta ADPs upon the state creation exercise of August, 1991. The services of Edo State ADP have been in the areas of agriculture, natural resource and human development.
Extension, as an educational input, can make an important contribution to sustainable agricultural production and rural development.
One of the strategies adopted by Edo State ADP in achieving its set objectives was the dissemination of improved agricultural technologies to the farmers, coupled with education about the technologies. Crowder (1996) reported that there is a critical need for a large number of well trained extension workers in many developing countries. The data collected in a study conducted by FAO Global Consultation on Agricultural Extension (1990) revealed that in the USA, Canada and Europe one extension agent covers about 400 economically active persons in agriculture, even before counting the services provided by the private sector. Higher figure was obtained in four developing regions of Africa, Asia, Latin America and the Near East where an extension worker covers on average about 2,500 active persons in agriculture.
Today, educational programmes delivered by extension agents in Edo ADP are more varied than ever and will continue to change to meet the needs of the clientele they serve. Radhakvishna and Thomson (1996) further stated that extension agents particularly require experiential learning that provides them with opportunities to relate to rural people in an interactive process that combines scientific technical knowledge with local indigenous knowledge in client-centered problem solving activities.
To LGAs. In all, there are total of 18 blocks or LGAs in the study area. At the time this study was being conducted, there were 80 extension staff in ESADP which was distributed as follows: Edo Central (13), Edo North (28) and Edo South (39). Due to the few numbers of extension staff in Edo State, a proportional sample of 95% from each zone was randomly selected to have a total of 76 respondents for the study. For the purpose of this study a structured questionnaire was the instrument used for data collection. The training needs of extension staff as conceived in this study implies the assessment of the skills, knowledge and attitudes that are desirable for the extension staff as well as determining how much the present condition departs from those conditions which are optimal for meeting these needs.
Measurement of Variables. Training Needs: The process of analysis of training needs of an organization as stated by Mc Gee and Paul (1961) comprised a three fold approach, namely: organizational, job or occupational and man analysis. This study adopted the job or occupational analysis. It entails identifying tasks performed by the organizational staff and identifying the tasks in which staff require for further re-training to perform them well. Seventeen (17) of such tasks were identified in this study and the respondents were asked to indicate the tasks they perform in which they require re-training. Demographic profile of respondents: A selected personal characteristics of respondents namely age; gender, educational status and job experience were measured. Age was measured in years, gender as male or female, educational status as the highest certificate obtained and job experience as the number of years spent on the job.
Data were analysed using descriptive statistics such as frequency counts, percentages, means and standard deviation. Correlation analysis was used to test the hypothesis of the study. Some of the variables were measured using a Likert-type-scale. For example, a 5-point likert-scale ranging from "strongly agree" (5). " agree" (4), "Undecided" (3), "disagree" (2), to "strongly disagree" (1) was used to assess respondents perception of the extension agents training needs. A mean score of 3.50 and above indicates areas of training needs while a mean score lower than 3.50 indicates areas where training are not needed.
RESULTS AND DISCUSSION

Personal characteristics of respondents:
The personal characteristics of the respondents are presented in Table1. More than half (59.2%) of the respondents were in the age group of between 40 and 49 years and the remaining 43.8% of them belonged to different age groups of 20-29 years (4.0%), 30-39 years (26.3%) and 50 years and above (10.5%) respectively. This implies that most (89.5%) of the extension staff in Edo State ADP is still young. This means that skills acquired through re-training and training programmes can still be utilized in the organization for at least 16years.
As shown in Table1, 57.9% of the respondents were males while 42.1% were females. In the past, extension job was reserved for men only believing that it was only men that were farmers and that men needed to reach them (Airemen, 2005) . However presently, accepting the fact that women are also farmers and need to be reached in order to achieve increased productivity has necessitated the employment of female extension workers who are believed to be in a better position to do the job of reaching women.
More than half of the respondents were OND holders (55.3%). This was followed by HND (27.6%), NCE (15.8%) graduates and a few B.Sc. degree holders (1.3%). It is generally assumed in Nigeria that extension job is a lowstatus job fit only for job applicants possessing low academic qualifications (Ejembi et al,.2006 ). Results of this study do not contradict this view Oladoja (2004) indicated that the process of technology transfer should not focus only on the transfer of innovations but also on the transfer of scientific and managerial skills. Agricultural extension staff needs to be trained and retrained to respond well to their functions of communicating and assisting farmers to make decisions on new technologies.
Most (72.3%) of the respondents had working experience as extension staff for between 6 and 7 years. Some of them had put in 4-5 years while very few of them had been in the service for 2-3years. The length of service is probably an indicator of a person's commitment to the chosen career (Ejembi et al.2006) . Frequent training and re-training programmes are needed to be put in place by an organization to strengthen this commitment. 
Tasks Performed by Respondents:
Data in Table2 reveal the various tasks performed by the ESADP's extension agents. The major tasks performed by the respondents were the establishment of small plot adoption technique (SPAT) (58.8%), Farm visit (58.8%), Market survey (43.8%), provision of farm inputs (40%) and record keeping (40%). The least performed tasks by the respondents were agrochemical skill training (1.3%) and campaign on HIV/AIDS (1.3%). The various tasks performed by the extension staff in agriculture in Table2 portray the fact that agricultural extension involves a great deal more than simply walking into a farm and telling a farmer about a new technology. Allo (2001) asserted that extension is a highly sophisticated technique which demands a considerable range of skills. For extension staff to acquire this sophisticated technique Allo (2001) suggested that in designing a course for extension workers, the following allocation of time should be implemented. These are motivation-20% of the total time, extension-20% of the total time, technology-40% of the total time and practical work-20% of the total time. The inclusion of campaign on HIV/AIDS to the tasks performed by the extension staff showed that they carry out functions beyond their traditional task of offering pieces of advice, helping farmers analyze problems and identifying opportunities, sharing information, supporting group formation and facilitating collective action. They have also included provision of information on health problems to farmers
Respondents' areas of training needs:
Entries in Table3 indicate that the respondents needed training in the following areas: communication skill (X =4.60), planning demonstration (X =4.60), Evaluation of trials (X =4.57), farmers (X=4.52), rodents and pest control (X=4.48), recording and reporting (X=4.46), establishment of SPAT (X=4.46), formation of women groups (X-4.35), nutrition and food utilization demonstration (X=4.24) and farmer identification (X=4.18). These findings indicate that the areas in which respondents expressed training needs are very relevant to knowledge and skills required for executing extension programmes as well as responding to farmers' needs. This is in line with the view of Androulitakis and Siardos (2005) that extension agents' competence should be in accordance with the task areas in which they will be assigned to operate in order to perform successfully. Hence, the importance of in-service training.
The deficiency in extension methodology observed in Table 3 could be as a result of inadequate pre-service training of the respondents. According to Van Crowder (1996) , extension methodology is often by-passed in many intermediate levels whose primary function is to train students to work as field extension agents in an effort to insert specialized technical agriculture in the curriculum. Relationship between respondents' personal characteristics and their training needs: Table 4 shows the relationship between respondents' personal characteristics and their training needs. The table shows However, age of respondents was not significantly related to the training needs of respondents. It is possible that age may not be a significant factor in determining training needs. Old or young people can be re-trained to enhance their competence on the job.
CONCLUSION AND RECOMMENDATIONS
This study established that there were more males' extension agents in ESADP than females. The study also established that majority of the ESADP's extension agents were either OND or HND holders with majority having 6-7 years of working experience. The study also established that ESADP's extension agents performed other task other than their traditional tasks. It was also established that many extension agents were deficient in the important subject matter areas that are necessary for extension agents to perform effectively such as communication skills, planning demonstration, evaluation of trials, farmers training and selection of contact farmers. The implication of these findings is that most of these subject areas are likely to be lacking in the pre-service training curriculum of the agricultural graduates recruited as extension agents in ADPs.
Based on the findings and conclusion reached in this study the following recommendations were made: -Training needs analysis should be carried out for new recruit graduates and also periodically to determine the training needs of extension agents.
In-service training should be planned for extension agents in social science skills that are mostly deficient in agricultural graduates such as communication skills, evaluation and research methods. -There is a need for collaboration between ADPs and agricultural institutions in reviewing agricultural extension curriculum in agricultural institutions that will assist the agricultural extension graduates in facing new challenges so as to perform effectively and efficiently as extension agents. Airemen, S.A. (2005) 
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